This study is the first of its kind in the area of workplace dyslexia/neuro-divergence (in that it is temporal & focuses on one employing organisation) and it aims to support other organisations to learn and improve their businesses and their employees experience of working within their organisations. The report documents an ongoing temporal study of the work being undertaken at one of the world's leading global universities to provide tailored support to their neuro-divergent members of staff (i.e. those with dyslexia, dyscalculia, dyspraxia & ADD/ADHD). Both qualitative and quantitative data have been collected to reflect the impact of having a clear & "accessible" process for obtaining support as well as having delivery which, although consistent in approach, is tailored to meet the unique needs of the individual. Neuro-divergent "conditions" are thought to affect approximately 18% of the population however whilst a largely inaccurate view of the associated difficulties exists; there is also a regrettable lack of understanding & appreciation of the strengths these processing differences can bring to business and society. Also, many of these individuals are either unaware that the challenges they may be experiencing are associated with a "processing difference" or, if they do know, they can be fearful of disclosure which, on both counts, results in many not accessing appropriate support and therefore not reaching their full potential. ("Individuals report fear of disclosure because of victimisation by the employer or bullying of workmates" [1] .) The longer-term impact of not seeking appropriate tailored support can result in work performance issues and it can have a negative impact on overall well-being (plus if not acted upon could result in negative mental health in the longer term). The reported outcomes from adopting the approach focused on in this study/report have been both positive and substantial. Individuals have reported an improvement in the following general areas; self-awareness, organisation (& work performance generally) as well as a reported increase in self-confidence. Also, the wider impact of this, over time, has been that these individuals have reported that improvements have continued in all areas and there has been a general increase in their feeling of being more "in control" of their work tasks. In addition to this, there has been a reported substantial improvement to participants" career well-being therefore making the current practices a "win-win" for both employees and the wider organisation.
Introduction
This report outlines the current work being undertaken within one of the world's leading global universities to support and guide their "neuro-divergent" employees. It documents an ongoing temporal study, focusing on the delivery and monitoring of the tailored, specialist support being provided to staff members in relation to "processing differences" such as dyslexia, dyspraxia, dyscalculia and ADHD.
This study is primary research (using qualitative and quantitative data) and it is believed to be the very first study of its kind-in that it focuses on a group of working adults employed within one large organisation who have accessed support using a recognised process and this support, though tailored to meet the needs of each individual, has been delivered via consistent methods. Until this very focused piece of work there has not been a similar opportunity to work with a study group of sufficient number, in one setting, who have consistently experienced the same overall service, to make results truly meaningful and reliable.
Background

What Is Dyslexia?
Whilst there are many definitions available this is one provided by the British Dyslexia Association [2] : "Dyslexia is a learning difficulty that primarily affects the skills involved in accurate and fluent word reading and spelling. Dyslexia occurs across the range of intellectual abilities. It is likely to be present at birth and to be life-long in its effects. It is characterised by difficulties with phonological processing, rapid naming, working memory, processing speed and the automatic development of skills that may not match up to an individual's other cognitive abilities. It is best thought of as a continuum, not a distinct category, and there are no clear cut-off points. Co-occurring difficulties may be seen in aspects of language, motor coordination, mental calculation, concentration and personal organisation, but these are not, by themselves, markers of dyslexia".
In addition to these characteristics, the British Dyslexia Association (BDA) acknowledges that some individuals with dyslexia can also experience visual and auditory processing difficulties pointing out that, these individuals often have a combination of abilities and difficulties that can affect their ability to acquire literacy (and numeracy) skills. (However, research has shown that when the delivery of learning is "dyslexia friendly" every child should be able to learn to read and write*.) It is also widely accepted that many of these individuals also have strengths in other areas, such as design, problem solving, creative skills, "big picture" thinking, interactive skills, entrepreneurial flair and good communication skills (when they feel confident) [3] . "All Teachers and Teaching Assistants should have Dyslexia-SpLD training so that they are able to deliver quality first teaching in the classroom and personalised teaching to those who need it. With this improved training for all Teachers and Teaching Assistants far fewer pupils will need the support of a Specialist Teacher. A huge, and far reaching additional benefit, is that the teaching techniques and strategies for pupils with Dyslexia-SpLD will help all pupils" [4] .
However, although the word dyslexia translated literally means "difficulty with words/vocabulary" many adults with this "processing difference" are in fact "literate dyslexics"-with literacy not being their main challenge.
Dyslexia is thought to affect between 10% -15% the population. Dr Nicola Brunswick, who carried out a PhD in the psychophysiology of dyslexia at the University of Warwick, states "Around 5% to 15% of speakers of alphabetic languages (e.g. English, French and Spanish) are dyslexic" [5] .
Unfortunately, there is still a lack of widespread "accurate" awareness about what dyslexia is and unfortunately there is a prevailing stigma and prejudice associated with it. Dyslexia has no correlation to an individual's global ability (IQ) and the impact of the underlying challenges associated with this "processing difference" are unique to the individual. (Plus, it is important to note that individuals can be affected to varying degrees i.e. they can be affected slightly, moderately or severely.)
Dyslexia is one of a group of "processing differences" which are commonly referred to as Specific Learning Differences (or Specific Learning Difficulties) and this also includes "conditions" such as dyspraxia, dyscalculia & ADHD. It is widely accepted that these co-occur which means that a dyslexic individual may actually display characteristics associated with one or more of these "conditions" and we are focusing predominantly on dyslexia here as it is the "processing difference" which is mostly widely recognised.
Neurodiversity
Neurodiversity is the concept that there are all types of brains/neurologies. It is widely accepted that whilst every brain is unique there are those who are "more different than others" (and these include individuals with dyslexia, dyscalculia, ADD, ADHD & dyspraxia). It is estimated that around 18% of the population are "neuro-divergent" which means they process information in a different way. Therefore, someone who is neuro-divergent is not neuro-typical-that is, their neurology is different from the majority of the population. (Author Steve Sil-berman, has used the phrase "neuro-tribes" to describe these non neuro-typical groups [6] .).
It is increasingly being recognised that embracing and supporting a truly neuro-diverse workforce makes good business sense as neuro-divergent individuals can bring many advantages to teams, organisations and society.
Dyslexia & Specific Learning Difficulties (SpLDs) in the Workplace
It could be said that our understanding of dyslexia has taken a step forward over the past 10 years, in that more children are now receiving appropriate support when dyslexia is identified in schools. However, the provision of appropriate dyslexia related support is not yet widespread or consistent. As the result of where we currently are on this "journey" towards becoming a "dyslexia-friendly", "neuro-divergence supporting" world, adult dyslexics, especially those over Dyslexia is a "hidden disability" and through lack of awareness it is widely believed to simply affect an individual's ability to read & write. As the result of this, many adults who are experiencing challenges with their tasks within the workplace may not necessarily consider that dyslexia could be causing them to struggle. Added to this, the stigma and prejudice associated with dyslexia, many of these individuals may be reluctant to seek help as they are fearful that this may have negative outcomes. Commonly these individuals have concerns about how they are perceived by others, how this may affect their credibility and the potential wider and long term impact on their career.
The types of challenges the dyslexic individual experiences in the workplace will vary dependent upon their own unique challenges, their role and the environment they work in. However, some of the more common challenges include; time management, organisation, planning, structuring written communication and presenting information. If these challenges are affecting their ability to meet targets and the quality of their work is not up to a desired standard, line managers who have no understanding of dyslexia (and neuro-divergent "conditions")
are likely to see this as a performance issue and may erroneously initiate a formal performance management procedure rather than signpost the individual towards a source of information and screening.
Anxiety/Stress
It is widely accepted that being dyslexic is stressful and that stressful situations can increase the impact of the dyslexia (SpLD) related challenges on day to day life. It is likely that all employees will experience stressful experiences in the workplace during some point in their career. Stress is a personal experience and every staff member will experience it distinctly.
"Stress is experienced when the individual appraises their coping resources to be insufficient to the situation they are faced with" [7] .
"Some stress is positive. It causes our bodies to release adrenaline, which helps us to accomplish assignments and projects, and can even enhance our performance and problem-solving ability. But chronic stress, which is constant and persists over an extended period of time, can be debilitating and overwhelming.
Chronic stress can affect both our physical and psychological well-being by causing a variety of problems including insomnia, muscle pain, high blood pressure and a weakened immune system" [8].
In the workplace it is noted that unsupported dyslexic/neuro divergent staff will experience higher levels of negative stress and anxiety. Stress over a long period of time may lead to an anxiety disorder and mental ill-health. A situation which is both costly for the individual and organisation.
"Mental ill-health, including stress, depression and anxiety, is thought to be responsible for 91 million lost working days each year, more than for any other illness.
Analysts estimate that this type of sickness absence costs £8.4 billion each year, plus another £15.1 billion in reduced productivity. A further £2.4 billion is lost replacing staff who leave work because of mental ill-health. Overall, recent estimates put the cost to UK employers at £30 billion each year" [9] ACAS.
Disclosure and Declaration
For so long dyslexia has been associated predominantly with difficulties and often erroneously linked to low IQ (or low "global ability") and the resulting stigma and prejudice has prevented many adults from seeking appropriate support.
(These feelings of insecurity and reluctance affect people in all types of job roles, however it would appear this has been especially so in the case for dyslexic academics. Due to a lack of general understanding and limited support being readily available, they have felt isolated and extremely fearful of disclosure-as being seen as a dyslexic academic could have the potential of undermining their academic/professional credibility.)
However, those who truly understand dyslexia and value neurodiversity within groups, teams and workplaces, know that processing differences can bring additional strengths such as creativity, innovative thinking and problem solving abilities and this is exactly why many of these individuals are in their current roles. For example, individuals with dyslexia associated "processing differences"
often think "outside the box" and seek to solve hitherto unsolved problems and come up with innovative new ideas.
"Individuals report fear of disclosure because of victimisation by the employer or bullying by workmates" [1] .
Dyslexic Academic's Forum (DAF)
In March 2016 academics from across the UK met in London. This was the first meeting of its kind ever to be held and whilst the actual number that attended the event was around 50, the number who signed up to be involved in the new group was nearer to 100. Delegates from over 35 UK universities and 35 academic disciplines were represented and in total this group includes Deans, Professors and Lecturers.
This was no ordinary "gathering of minds"-this, for the very first time, was a "gathering of neuro-divergent academic minds"-as every one of them was dyslexic! 
Wellbeing
Overall wellbeing is not about being wealthy or successful-or simply about being in a state of happiness, it's about how all the elements of our lives interact to make our life worthwhile. To have thriving wellbeing we need balance in all areas of our lives; psychological, social, physical, community, financial & career.
(Having an intense focus in one area, or to neglect one area, can have a detrimental affect overall.)
If one has an occupation, vocation or "job" that they find fulfilling and meaningful they are more likely to have thriving career wellbeing. Conversely, if much of one's social time is spent worrying about your job this can cause stress which can then take a toll on both physical and mental health.
"People with low engagement and low career wellbeing are simply waiting for the workday to end". "People with high career wellbeing are more than twice as likely to be thriving in their lives overall". "People with high Career Wellbeing…. have the opportunity to use their strengths every day and to make progress". "In most cases, they have a leader or manager who makes them enthusiastic about the future and friends who share their passion" [12] . Also (Wood 2008 [13] ) finds that employees who report more supportive management experience both greater levels of job satisfaction and less job-related anxiety.
Correlations between subjective workplace wellbeing and workplace or firm- 
Dyslexia-A Business Perspective
There are likely to be employees with dyslexia (and other associated "processing differences") working within every organisation and many of these individuals will be coping without having received any previous support. It is important to note that many dyslexic individuals who are in work are likely to be "literate dyslexics"-meaning that literacy may not be a major problem for them. If these individuals are not "dyslexia aware" they may start to experience difficulties which they are unable to explain. If, which commonly occurs, they feel increased pressure, start working longer hours to be able to complete tasks and/or they experience difficulties with social interaction with colleagues as a result it can start to take a toll of their health both physically and mentally.
It may come as a surprise to learn that there are many dyslexics working in middle management, senior management and at board level. A typical scenario is that an individual may be working perfectly well in a role where they may have been able to use the recognised dyslexia related strengths such as creativity, good communication skills, problem solving ability etc. and then when they go through some kind of change-they are not able to cope as well as they did before. (This "change" could be new job, promotion, change of processes or a change of line manager.) In this new situation their existing coping strategies may not work for them which may result in them having to work harder and put in longer hours in order to try to stay on top of their workload and anxiety starts to increase and if this continues over time this becomes negative stress.
From a business perspective this means that without appropriate support the individual is less likely to perform to their full potential, there is also likely to be an impact on their confidence and reduced engagement. Their focus may turn to simply "surviving" seeing them not fully utilising the skills and strengths and in longer term there is the risk that the individual will need to take sick leave and/or they may decide to find a different job with a new employer. All of which involves cost for all those involved.
"Understanding and recognising the role as an employer, whatever the size of business, does not only make good commercial sense, it is also a legal obligation since 2010 (Equality Act)" [16] Amanda Kirby, 2014.
The Advantages of Welcoming Neuro-Divergence
There are obvious advantages to having people within the workplace who "think in a different way" as gaining a different perspective can help solve problems and set us on a road of discovery. Whilst we have, for so long, been focused on a "deficit model" for dyslexia and associated processing differences, the time has come for us to embrace and support difference-in all things. A vital element to be mindful of is that everything man-made starts with an idea and having the courage to voice that idea could make all the difference as to whether it leads to engineering better medicines, providing energy from a hitherto untapped source or whether the idea remains undiscovered. "Now, more than any other time in the history of humankind, engineers are required to provide solutions to ensure the survival of the human race" (Professor Mushtak Al-Atabi, Think like an Engineer, 2014) [17] .
There is now an increased recognition that the majority of these "neuro-divergent" individuals do indeed have a unique skill set which includes a range of strengths. These positives, without hitherto having received any kind of support, will in many instances, have gone mostly untapped and it is now accepted that it is not just a coincidence that these individuals have these strengths. Along with this greater understanding also comes the realisation that certain career paths are more attractive to dyslexic individuals and that taking a proactive approach to providing appropriate support will help realise potential latent talent. Whilst 
Workplace Dyslexia Support
For an individual to feel comfortable about seeking support it is important that everyone has an accurate understanding of what dyslexia is-and when widespread dyslexia & SpLD awareness is achieved only then will the inaccurate and unhelpful stereotype and barriers be removed.
Ideally, for individuals to be able to access support there needs to be a clear and accessible process (and accompanying guidance for line managers, individuals and HR), that everyone in the organization has access to. With this in place everyone can be assured of receiving a consistent service and feel comfortable that they will be treated fairly, without fear of discrimination.
The organisation should decide on the most appropriate screening and/or identification process suited to the needs of the people and the organisation.
Following on from this, the individual should be offered a Workplace Needs Assessment by a qualified Workplace Needs Assessor. The Workplace Needs Assessor will then produce a report which contains recommendations for Workplace Adjustments which are tailored to the needs of the individual and their work environment. These adjustments are likely to include; assistive technology, related technology training and a programme of specialist coping strategy coaching to help the individual develop more effective coping strategies and integrate the tools (all of which should be tailored to the needs of every individual).
"It should be borne in mind that it can take anything up to 6 months for an individual to relearn to work with these strategies in place, so a quick fix is not to be anticipated" [19] .
Is Dyslexia a Disability?
Since the legal case of Patterson vs Chief of the Metropolis, 2007 [20] , which found in favour of the individual with mild/moderate dyslexia, there have been numerous dyslexia related cases. However, it is suggested that rather than being reactive to this, it would be useful to consider the benefits of being proactive in relation to dyslexia (and neuro-divergent individuals generally)-as they represent a large percentage of the workforce whose skills and talents may not cur- There have been numerous dyslexia related legal cases over the past few years, where employers have been found lacking in their duty to their dyslexic employees which, as a result has seen these organisations becoming more "dyslexia friendly" employers. However, there are also an increasing number of enlightened organisations who are acknowledging, appreciating and appropriately supporting their neuro-diverse workforce. By taking this proactive approach and putting all the necessary components in place there are benefits for all parties.
The Study
Imperial College, London
"Imperial College London is a science based institution consistently rated amongst the world's best universities" (www.imperial.ac.uk) and it is the only UK University to focus entirely on science, engineering, medicine (STEM) & business. It has a headcount of 8400 staff (July 2016) and a total of 14,700 students.
They recognise the advantages that can be gained by providing appropriate work related support for neuro-divergent individuals, un-tapping latent talent and helping individuals achieve to the full potential.
Thus, the College is working towards a truly dyslexia friendly environment which embraces and supports a neuro-diverse workforce helping to ensure students and staff feel safe and appropriately supported. This approach of recog- The author of the report works closely with the Head of the EDIC, who has championed a positive, pro-active approach to support and secured ongoing budget from the College for this work.
The Study Group
The research study overall looks at 18 individuals who have now completed a full program of tailored dyslexia (& associated SpLD) related workplace support.
(This is the full group without exclusion.) The second part of the study focuses on 12 of these individuals.
Methodology
Throughout the 3 years of the study term feedback and was collected after each meeting (Screening, workplace Needs Assessment and Coaching). However, it is the "distance travelled" data collected at the end of the term of coaching which is being presented here. (Therefore, the data is from those who completed the full program of support.) Plus, there was a "follow up"/temporal aspect to the re- 
Part 1: Outcomes (Perceived Progress Made from the Program of Support)
The measurements taken on completion of the program of coaching were for;
Self-Awareness, Confidence and "Organisation" (this was explained as being their ability to cope, manage and organise their work tasks).
This part of the study was completed by all 18 employees at the end of their last session of coping strategy coaching.
Part 2: Impact (An Online Survey/Questionnaire)
The questionnaire took the form of an online written survey containing 10 questions. It was accessed via a password-protected webpage-with no coding used to link individuals to the comments made. This approach was designed to encourage engagement as it ensured anonymity (and this was made known to the respondents). The questionnaire was initially sent to a small sample of independent respondents ahead of the main survey. (The sample comprised four individuals from other organisations who had previously received the same programme of support.)
The main survey was sent to all 18 individuals sometime after completion of the programme of support-for some individuals it was a matter of a couple of months and for a few it was over a year since the time their coaching had finished. Although 18 were sent out only 12 questionnaires were completed and returned however this is a good return rate. (Through investigation it was found that 3 individuals are no longer working at Imperial College.)
As there can be reluctance to "reveal" dyslexia/neuro-divergence in the workplace it is suggested the chosen survey method ensured confidentiality and encouraged full engagement. Given the need to balance "safety" and giving "honest" responses we believe the method used gives reliable results. Figure 1 shows the study group included individuals employed in a cross-section of different roles including a director and a senior teaching fellow. Figure 2 demonstrates that regardless of whether these individuals had previously received support & guidance for their challenges (for example during education) they were all found to be lacking in self-awareness. (Little information had been shared with them about how their dyslexia/SpLD related challenges were affecting them in their day to day lives.) All 18 members of the full study group said they had benefitted from having their "processing differences" explained to them (and the emotional impact of this was quite profound for many of these individuals). Figure 3 shows that all respondents from the full study group of 18 said their "organisation" had improved. (With many individuals saying this had improved by over 100%.)
Findings: Part 1 ("Results" on Completion of Coaching)
Job Roles of the Full Group (18 Individuals)
Self-Awareness
Organisation
Although the word organisation is used here, what the study group were individually asked at the end of their final coaching session was:
"In respect of your day to day tasks for example; how you are coping with them and how "in control" you feel, how would you rate your organisation?" Figure 4 shows that significant improvements were seen in relation to self-confidence by the end of the final session of coaching-regardless of how many sessions of coping strategy sessions were undertaken. (With many individuals stating their confidence had improved by more than 100%.) Figure 5 gives an overview of profile of the entire study. (The questionnaire survey was sent to all 18 of the study group however responses received totalled 12 individuals.) Figure 6 shows that the majority of the final focus group of 12 individuals were in the 36 -50 age group. 
Confidence
Findings: Part 2 (The Questionnaire Survey)
How Did You Find Out about the Support Available from EDIC?
Figure 7 reveals that the majority of respondents said they had found out about the specialist support that was available within the organisation from speaking with a work colleague.
How Many Sessions of Strategy Coaching Did You Receive?
Figure 8 shows that most of the respondents to the questionnaire survey had received 3 sessions of coaching. However, the mean was 4 sessions.
How Would You Rate You Career Wellbeing before
Your Coaching Sessions? Figure 9 shows that before undertaking a programme of specialist one to one coaching the majority of respondents rated their career well-being as either "struggling" or "suffering". 
How Would You Describe Your Experience of
Receiving Coaching? Figure 10 shows that the respondents either described the coaching experience as "very satisfactory" or "life-changing".
(It was decided to include the term "life-changing" within the questionnaire because so many individuals had said this during their support programmes.) Figure 10 . Describe your experience of one to one strategy coaching. Figure 11 shows that at the time of completing the questionnaire (Sept 2016) the majority of respondents rated their career well-being as "thriving".
How Would You Rate Your Career Wellbeing at the Present Time?
However, three respondents said they were "struggling". Two of them gave reasons for this as follows; one was in a new role and was awaiting a new job description after which time they would be requesting a new Workplace Needs Assessment, one said they "needed to be much better at implementing changes but I'm a lot better than I was".
Another respondent who indicated "Other" said their wellbeing had been "up & down due to significant issues outside of work. The coaching has really helped". Changes listed here include; being more organised, worrying less and completing & achieving more. However, it was reported by one person that their "line manager had struggled to understand". Yes, I'm transitioning into a new role which is much better suited to my strengths. Having coaching changed my perspective.
Additional Comments Regarding Your Experience of Workplace Dyslexia Support and the Impact It May or May Not Have Had Please Add Here
I was putting myself under a lot of pressure to perform and succeed without taking into account my dyslexia.
For me it's still early days but this feels so much better.
3 Confidence has improved. 4 I feel more confident in what I do and I don't beat myself up about being too slow or struggling to read. I find comfort in the techniques I've learnt to help me better work and daily life.
5
Thinking things through a little more rationally and not having so many panic attacks. 6 I'm definitely doing things I wouldn't have thought I could ever do before. Shortly I will be making a presentation to the National ***-which is unbelievable.
7
I am more aware of what my difficulties are but rather than viewing them as hindrances I can adopt strategies that I learned through the coaching.
8
More structured approach to organising work in particular producing written materials. 
12
More confidence in myself and to see other people's perspectives of dyslexia in the workplace. Table 2 . How would you say your work performance has changed since completing your strategy coaching? 
4
It takes time to readjust but it's better. I couldn't be more happy with the dyslexia support I received. It has more certainly changed my life and the way I feel about the struggles I have had my whole life that have gone unnoticed. Thank you.
5
It still needs some work but overall I think that I am not worrying about things as much and not worrying helps performance. I have found the support and the assessor to be very accommodating. I would like to thank the assessor for being so kind, something which I will value for a very long time.
6
I am completing and achieving more. I am managing my email better, though there is still room for improvement here. I am prioritising better and am more efficient at completing tasks to deadlines (even if self-imposed). The mapping technique is helping enormously for everything. I don't forget or miss so many things out-I always map a plan even for some small things.
7
There has definitely been an improvement in my confidence and overall work output. This has also been commented on by my line manager which is reassuring.
8
Manager has observed an improvement and is supportive. Discussed at PRDP.
9
Some aspects of work are still challenging, but I have a better understanding of myself and my abilities.
10
It has helped me build relationships and identify strategies for dealing with delivery of multiple projects.
11
There is a lot more awareness of my condition as some of my colleagues have also been diagnosed with dyslexia.
12
My line manager has struggled to understand my dyslexia and there have been many problems over this. My work has improved due to the work support but problems with my line manager had lead to a performance review. Figure 11 . How would you rate your career wellbeing at the present time? Table 3 . Additional comments regarding your experience of workplace dyslexia support and the impact it may or may not have had please add here.
6a
The strategies have not only impacted my work life. They have helped outside of work both directly but also as a consequence of improving my work life balance and reducing some of the stressful aspects of my job.
8a
I have appreciated the opportunity it was more helpful than what I'd previously experienced.
10a
I found I had a strong emotional tie to being dyslexic and being able to talk about how dyslexia affects me reduced the rumination and baggage associated.
This has greatly facilitated moving to a more accepting and happier place. 11a I think having workplace dyslexia support is excellent and very much hope that it will continue.
12a
A better understanding for work colleagues to know what people with dyslexia go through would be beneficial and I think should be mandatory for everyone. I was very grateful for the support I had with the few sessions and to be able to talk to them about any problems I had.
emotional connection with dyslexia and the view that dyslexia awareness would be beneficial to everyone. Table 4 shows that all respondents believe it is important for colleagues who may be experiencing challenges to feel able to speak to someone and be able to make informed decisions about seeking support.
Discussion
Overall the study reveals that the current program of support being provided at Imperial College is resulting in improvements for all those who have accessed it.
Furthermore, it demonstrates that employees from a cross section of different departments (working at different levels) have been supported during the past 3
years. However, we should not be complacent as there is still work to be done. It is important to ensure that individuals feel safe, comfortable and supported 1 I would strongly encourage them to seek support and reassure them. I would let them know that from my own personal perspective the support given was life changing and has really helped me to not only cope with tasks at work better but ultimately really boosted my confidence.
2
Have an initial chat with someone who can offer help. You don't have to commit to anything you're not comfortable with. You owe it to yourself to get as much information as possible to help you make the right decision for you.
3
Please do not let this opportunity go by. You can do something about it by letting your employer know that you are dyslexic.
4
I would let them know that it will help them in the long run for all aspects of their life; not only in the workplace and that it is well worth it.
5
That the training has given me the confidence to speak openly about my dyslexia and that I am no longer worrying unnecessarily that the problem is because I am useless, rather I can see how to use tools to help me progress through periods of uncertainty.
6
I would certainly encourage them to seek help and to take up the offer of coaching if it were offered. 
10
The support is confidential and allows you to review your current position, review and improve your coping strategies and talk to someone who understands what it is to be dyslexic.
11
I would very much encourage my colleague to seek help. I would also make it clear that dyslexia does not prevent you from achieving your goals as long as you are willing to ask for support when needed.
12
I would recommend having the support as it would be beneficial and would help them at their job and to get support for their department.
throughout their support journey. The EDIC at Imperial College encourage all staff to follow best practice by referring to the guidance provided and seeking help when necessary. The ultimate goal is to be able to authentically state that Imperial College is "dyslexia/neuro-divergence friendly" work environment.
However, it would appear, at the present time, the decision of the individual as to whether to make contact EDIC to explore support options, is greatly influenced by having a colleague they could confide in, as this was noted as the most popular "sign-poster" listed in the questionnaire survey. As we understand that individuals can feel vulnerable and may have concerns about disclosure, having
an informal discussion appears to be an important "first step". This does however bring into question how much accurate information these trusted colleagues have in the area of dyslexia and neuro-divergent "conditions". Therefore, we need to consider whether something can be done to augment this making it a more robust conduit.
From the data collected it would appear the group overall had little information shared with them previously about their own "processing differences" and they all said they benefitted from having greater self-awareness during the formal process of support. With relation to developing more effective coping strategies and gaining in confidence each of the individuals showed significant improvements as their program of coaching came to an end. However, as always noted in their summary reports, it can take up to 6 months for new coping strategies to become second nature-therefore, with practice, even greater improvements are likely to ensue. The recorded outcomes, at the time of completing the program of coaching, indicates that the support process being utilised for staff at Imperial College is resulting in personal growth in the 3 key areas and this diagram demonstrate this. (It was not seen as practical to use this type of diagram in this report for every participant, however the data is available.) Figure 12 shows a "before" (blue) and after (red) diagram of the impact of a programme of support. It is provided here to demonstrate personal growth following a programme of tailored support.
The second part of the study (12 individuals) revealed that prior to undertaking the program of support 6 individuals rated their career wellbeing as "struggling" and 5 rated this as "suffering" with only 1 individual rating it as "Thriving". However, at the time of the questionnaire survey the number who were "thriving" was 8, which was a significant improvement. (The others who rated themselves as "suffering" at the time of the survey gave additional information which showed that it was mostly external factors affecting them at that time).
When asked about their experience of coaching 7 individuals rated this as "Very Satisfactory" and 5 said it had been "Life Changing". When asked to comment on what difference the support had made to them there were some very positive comments such as; at work yet was reluctant to get help for dyslexia (or other processing difference either suspected or otherwise) they would encourage them to seek the help that is being made available. There was also mention of the fact that the individual needs reassurance, that the initial contact with EDIC was confidential and that they found it helpful to speak to someone who truly understands dyslexia.
Conclusions
There is a risk that neuro-divergent individuals (estimated at 15% -18% of the population overall), who have not received appropriate specialist workplace related support (either through lack of awareness or fear of disclosure) could be struggling with their workload. As a result, they may be underperforming and longer term they may experience negative mental health (and chronically, physical ill health). However, the streamlined (flow charted) process of specialist support now available from EDIC at Imperial College, and searchable via the website, would appear to help these individuals access the help they need within this particular workplace. This process is simple to use & "accessible" and those seeking support appear to be able to book support quite successfully.
The support provision itself is tailored to help meet the needs of each individual, yet it follows a consistent method, which is proving to have positive results in all areas as evidenced in the post coaching review and the follow up survey. This support, which is designed to encourage longer term self-reliance, is helping an increasing number of employees gain self-awareness, feel empowered, suitably equipped and able to start to fulfill their potential. The results have shown that it is not the amount of support that is key-rather it is that these individuals have access to the right resources which are tailored to fit their individual needs.
However, it is recognised that widespread awareness raising, of all neuro-divergent "conditions", needs to be ongoing and line managers in particular need to have access to appropriate guidance related to this.
As a result of undertaking this study, it is seen that implementing a streamlined "accessible" process which enables and encourages "neuro-divergent" employees to access tailored, specialist, workplace-specific support increases engagement & productivity as well as enhancing career wellbeing.
Recommendations
1) This process of accessing support and guidance, although working well, would be enhanced by further awareness raising-in addition to having an increased number of truly knowledgeable and approachable staff members who can act as an impartial "first step" in the guidance and support process.
Action: as a result of the findings of this study, a new initiative was officially launched in January 2017 to address this and ensure this work is embedded throughout the organisation. For further information on this please visit:
www.dyslexiachampions.org.uk.
2) The qualitative and quantitative results have been built on a foundation of data collected from work undertaken within a cross-section of other organisations, between 2009-2016, which also evidences that the particular process of one to one support being used here is effective for neuro-divergent individuals.
Action: this one to one coaching/training methodology is being developed and will be piloted as a "train the trainer" programme with suitably qualified/ experienced individuals (British Dyslexia Association Level 4 or above). This will enable the methods used in the study to be replicated more widely.
3) The continued provision of awareness training and guidance for managers is an ongoing area of work. This is especially important to moving towards a dyslexia/neuro-divergence friendly workplace as these individuals are influencers of workplace culture on a micro level. Line managers are an access point for support and they are key to the provision of an accessible, supportive work environment.
By providing dyslexic/neuro-divergent individuals with the right resources during their education and in their working years there is the potential to kickstart a new-age of enterprise, productivity and discovery.
Think the same, do the same, stay the same.
Think differently, do differently, advance. Leyla Okhai, is the Head of the EDIC at Imperial College, where she has worked for the past four and a half years. Leyla is also the lead for staff disability in the College and runs the Calibre disabled leadership programme with Dr Ossie Stuart. She has spearheaded mental health and wellbeing initiatives at the College and beyond.
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